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ABSTRACT
The objectives of this research study are to find
out why companies use Executive Search Service and the
reasons behind choosing a particular Search firm. At the
same time, special characteristics of users and non-users
are identified and analysed.
Literature survey, a small scale survey among 15
major Executive Search firms, and a large scale survey
among 500 business firms of various industries were
carried out to collect the necessary information. Results
of findings were analyzed and hypotheses were tested.
Findings indicated that finance is the business
sector that uses Executive Search service most. A majority
of the Executive Search service user companies are listed
in the local or overseas stock markets. The annual
salaries of vacancies filled by Executive Search service
are mostly in the range of HK$300,000 to HK$500,000. The
managing director or chief executive is often the decision
maker in this matter.
Most of the users of Executive Search service
indicated that the most important reasons for using
Executive Search consultancies were confidentiality of
service and that such consultancies have the market
knowledge. They chose a particular firm mainly because of
past experience with the firm and satisfactory service
provided.
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Among the non-users, they decided not to use
Executive Search service mainly because they considered
their personnel department being well established and
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The Development of Executive Search
Service in Hong Kong
Employees have always been considered the most
valuable assets of the company. Recruiting and appointing
the right persons for the right positions and offering the
appropriate and competitive benefits and welfare packages
to them are therefore very important. By doing so, the
morale of the employees can be boosted and the
productivity of the company would be increased as a whole.
A recruitment exercise which starts from the preparation
step to advertisement to short-listing of candidates to
several phases of interviews to checking of referrals may
mean a long process which involves lots of effort and time
on the part of the recruiter.
Some companies which have well-established personnel
departments and have no urgency in filling a particular
post may want to carry out the recruitment exercise
themselves. On the other hand, some companies may prefer
the use of outside Executive Search service for
confidentiality or sensitivity reasons because they fear
the leakage of company's employment information to its
competitors or outsiders who are business associates.
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There may also be difficulties in locating a suitable
candidate of a certain profession due to various reasons.
The Executive Search service or so called
headhunting service, which provides professional
recruitment services for companies, was originally a
western concept, but it has gained greater visibility in
Hong Kong in recent years. One major reason for the
increased acceptance of this service is of course the
realization of the important benefits. First of all,
Executive Search consultants have better market knowledge
and they probably know where suitable sources may be
available. Therefore, quality results can be obtained over
a shorter period of time. Since their service is direct
and efficient, it makes the minimum demand in terms of
time and effort on the employer. The recruitment system
will produce, in most cases, only one or two candidates
for employer's consideration.1 This efficiency may
contribute towards the cost effectiveness of the service.
Furthermore, this service is also useful to those
employers who wish to remain anonymous because recruitment
is conducted outside the organization. At the same time,
high calibre executives are encouraged to apply knowing
that their anonymity will also be preserved.
Another reason. for the growing popularity of
Executive Search service is that many large corporations
1Campbell-Johnston, George. Recruitment of
Experienced Managers. Recruitment Handbook Second
Edition, 1975, A Gower Press Handbook, p.309.
3
in Hong Kong need the assistance of Executive Search
consultants to look for replacements for the large number
of executives who have immigrated to overseas countries
during recent years. Some of the corporations have
difficulties in finding replacements themselves.
The loss of experienced executives is considered
quite serious at the present stage, and is envisaged to
intensify progressively with the approach of 1997. A
survey done in June 1987 shows that 11 percent of the 1.5
million families in Hong Kong have at least one member
owning a residence overseas, another 11 percent have at
least one member intended to emigrate. Amongst the 22
percent possible emigrant families, 38 percent are of the
upper level of society, including professionals,
executives and entrepreneurs.2
Among the professionals, like accountants and
computer specialists, the percentage of people emigrating
is higher than the average. In 1984, John Turner of PA
Consulting Services Ltd., an executive recruitment firm in
Hong Kong, was reported as having said that a survey of
its top clients revealed that an average 30 percent of
senior management staff turnover was due to emigration.3
The Hongkong and Shanghai Banking Corporation reported
that 7 percent of its middle level managers had left Hong
2Ming Pao, 16 Jul., 1987.
3Can Hong Kong stop the Brain Drain? Hong Kong
Business Today, December, 1984, p. 11.
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Kong in the first half of 1987.4 During the same period,
14 percent of all system analysts working for the
Government left their jobs. In the past 2-1/2 years, 36
senior analysts left, 24 of them (70 percent) had
emigrated.5 In the advertising field, as many as 15
percent of the advertising people in middle to senior
management level have left Hong Kong and the exodus is
expected to intensify as 1997 comes closer.6
In order to replace the senior executives who had
packed their bags and left for good, some companies
consider other solutions to fill the vacancies. Thay may
hire expatriates to solve the problem in the short term.
There are, however, disadvantages associated with
recruiting expatriates. The costs are high, coupled with
the weak performance of Hong Kong Dollar against other
major currencies, companies have to revise their
remuneration packages, increase salaries, make adjustments
in year-end bonus, and provide longer annual/home leave
and air tickets for the staff and its family. Apart from
monetary costs, many expatriates simply lack facility in
the local language, and in-depth knowledge of local
business and market conditions. They just do not have the
contacts that local executives have built up over the
years.
4oriental Daily, 31 May, 1987.
5Ming Pao, 14 Jul., 1987.
6Exodus of Talent Hurts Advertisers. South China
Morning Post, 23 Nov., 1987.
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Another alternative is to allow these executives
time off to obtain the immigrant status abroad and then to
return. Multinational companies can help their executives
to apply for overseas residence, in return for their
continual service. This method is beneficial to both the
employer and employee, who may be at the peak of his
career and really not that anxious to emigrate except to
get hold of a foreign passport just in case. Yet, the
time taken for the employee to obtain the passport varies
depending on the countries of emigration. Canada takes
three years, Australia requires two years and U.S.A. takes
five years. The uncertainties about the business
environment in Hong Kong after such long periods are high.
it is, therefore, simply not a workable solution in
general.
Some companies turn to the majority local people who
may not be qualified for emigration or who are not willing
to leave in the couple of years ahead. The Association of
Accredited Advertising Agents conduct in-house promotions
for lower level executives.7 It also cooperates with
tertiary institutions on a two-year educating programme to
train these professionals to achieve higher qualifications
and upgrade the standard of the industry. However, this
may mean a time gap of several years before a post can be
properly filled by a qualified and capable personnel.
7Exodus of Talent Hurts Advertisers. South China
Morning Post, 23 Nov., 1987.
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Since the above solutions do not appear to be ideal,
the remaining logical and practical approach is to use the
professional executive search service with a view to fill
the vacancies of the companies as quickly as possible in
order to minimize any disruption in the operation and
efficiency of day-to-day business.
The Business Nature and Operation of
Executive Search Service
Some Executive Search firms specialize in certain
industries. For example, Techxecutive is specialized in
the recruitment of computer professionals. However, most
of the Executive Search firms serve a wider range of
industries. Among them there are about fifteen (15) major
executive search firms in Hong Kong. They are listed in
alphabetical orders as follows:-
1. Arthur Young Management Consultants Ltd.
2. Boyden Associates Ltd.
3. Deloitte Haskins Sells
4. Egon Zehnder International Ltd.
5. Ernst and Whinney Executive Search Recruitment
Services
6. Korn/Ferry International (HK) Ltd.
7. PA Personnel Services
8. Peat Marwick Management Consultants Ltd.
9. Price Waterhouse Associates Executive Recruitment
Services
10. Russell Reynolds Associates Ltd.
11. Spencer Stuart and Associates
12. The Coopers Lybrand Consulting Group
13. Tom King Associates Ltd.
14. Touche Ross Management Consultants Ltd.
15. Tyzack and Partners (Far East) Ltd.
Quite a number of the above mentioned executive search
firms are associated with accounting services. It is also
noted that most of these firms are subsidiaries of
international groups. Usually, these firms only entertain
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requests for the filling of middle to top level
professional, technical and managerial positions.
A simple questionaire has been sent to these 15
major executive search firms in Hong Kong to solicit their
up-to-date information on major business areas served by
them and the marketing communication channels used.
According to the ten questionaires completed, the
financial sector is the business sector in Hong Kong that
uses the service of executive search firms most often. To
be more specific, nine out of ten executive search firms
surveyed shared the same view. Other business areas that
use executive search service quite often are
manufacturing, computer and electronics, textile and
garment, import/export, property and construction, and
retails. Business areas that use this service less often
are public utilities, government, chemical and medical,
and publishing.
From the same preliminary survey, we found that the
marketing channels most often used are relatively low
profile approach like personal relationship, word of
mouth, and direct marketing. Telephone, newspaper,
professional magazines, and seminars are also used but to
a relatively lesser degree. The methods that are least
often used are radio and television. Some executive search
firms indicated that they sometimes received referrals
from other consultants or their existing clients. As far
as candidates are concerned, executive recruitment
consultants would maintain lists of prospects in various
fields. However, due to the scenarios mentioned
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previously, they may also have difficulties in getting
high calibre candidates to fill certain positions in Hong
Kong. Some skills where shortfalls frequently occur are
financial management, personnel management, business
management and data processing.8 In 1984, Andrew Choa of
Reynolds Russells Associate in Hong Kong was reported as
having said that his company was finding it more difficult
to find high quality managerial staff for senior executive
position than when it was first established in Hong Kong
back in 1981.9
New ways were tried in the hope of resolving the
problems. Deloitte, Haskins Sells makes use of its
Australia and Canada offices to attract a number of Hong
Kong people who have obtained the citizenship status to
return and work in Hong Kong. 10 Peat Marwick Mitchell
Co. also utilizes similar channel to lure returning
Chinese.11 But it was estimated that only about 20 percent
who left for emigration will return.12
it might be helpful to understand how an Executive
Search consultant operates. To begin a recruitment
assignment, the Executive Search consultant would hold
8Rising Demand for Consultancy Service. Hong Kon
Business Today, March 1985, p. 56.
9Can Hong Kong stop the Brain Drain? Hong Kong
Business Today, December, 1984, p. 12.
10Dollar Decline Hits Recruitment Drive. South
China Morning Post, 25 Nov., 1987.
11Ibid.
12oriental Daily, 22 Jul., 1987.
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preliminary discussions with the client who is usually the
Managing Director or a designated section head of a
company, to understand the organization and the specific
requirements of the position to be filled. Job
specifications will be drawn up and appropriate
compensation package will be suggested if necessary. The
Executive Search firm and its client.would then sign an
agreement which is a document embodying the terms
including costs and methods of recruitment.
Sourcing of candidates will then begin. The
Executive Search Consultant would review its existing
personnel data file and/or prepare media advertisement to
locate suitable candidates. Depending on the nature of the
assignment, candidates are located from various sources.
In-depth interviews are conducted to evaluate the
suitability of the candidates in relation to the
requirements of the job. Assessment reports on
short-listed candidates will be submitted to client. With
the assistance and advice from the Search consultant, the
client will arrange to interview these short-listed
candidates. The Executive Search Consultant will also
check the references provided by candidates before a final
decision is made.
Differences Between Executive Search
and Employment Agency
Executive Search consultants usually only entertain
requests for top level professionals, technical and
managerial positions, while employment agencies take on
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recruitment works at all levels. Executive Search firms
get paid for their time spent on specific assignment,
based on a percentage of the first year's salary plus
out-of-pocket expenses.13 They are paid by installments,
irrespective whether they are successful or unsuccessful
in filling the vacancy.14 In contrast, employment agencies
are paid only when they actually succeed in filling the
vacancy and at a pre-set rate.
Increase Competitiveness Among Executive
Search Firms in the Market Place
The boom of Executive Search Services means
increased competition between them and the increase in new
entrants. It would therefore be useful to identify the
users and non-users of this service. Such information
would particularly help new Executive Search firms to
concentrate on the right potential customers without
wasting resources. It might also be useful for them to
re-consider the marketing channels used to attract these
potential customers. Furthermore, these new firms can try
to penetrate new markets- areas which are currently not
served by well established Executive Search firms.
Knowing the reasons behind using Executive Search
service and why a particular Search firm is chosen can
guide Executive Search consultants towards the correct
13Bo11, Carl. Executive Jobs Unlimited. New York:
Macmillan Publishing Co., Inc., 1974, p. 137.
14Cohen, William A. The Executive's Guide to Findin
a Superior Job. AMACOM, 1978, p. 87.
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marketing strategies. Such reasons might also indicate the
areas which require clarifications and improvement by
Executive Search consultants in the course of promotion.
Some potential customers might have misconceptions about
certain aspects of Executive Search service that may
hinder their decisions in using this kind of service.
With the above information, both well established
and new Executive Search business can be further promoted
and marketed in such manner to meet the market demand.
Effective Executive Search services can help companies
fill their vacancies with the right personnel
cost-effectively, and beneficially in the long run. The
employees, being offered the right positions with
appropriate compensation packages, will contribute towards
the objectives of the companies. Indirectly, they also
contribute towards the growth of economy in Hong Kong, and
the stability of the society.
Objectives of the Study
From the above, it appears that the existing
position of Executive Search service in Hong Kong is that
there is a great demand for such service due to increase
in recognition of the service and emigration of business
professionals. This has probably resulted in some well
established Executive Search firms being satisfied with
adopting a lower profile marketing technique as shown in
the above mentioned preliminary survey of 15 major
Executive Search firms in Hong Kong. For a newly for.-tied
Search firm, a higher marketing profile may be required to
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increase its market share of business. Therefore the major
objectives of the study are to find out why companies use
outside Executive Search service and the reasons behind
choosing a particular Search firm. Special characteristics
of users and non-users will be identified and analysed.
The information obtained in the study would help both
existing and new Executive Search Consultants to promote
their business which in turn would help their company
clients to fill vacancies, and help individuals who return




THE CHARACTERISTICS OF USERS AND NON-USERS
OF EXECUTIVE SEARCH SERVICE
The Identification of Characteristics of Users
and Non-users of Executive Search Service
In order to assist Executive Search firms to
concentrate their marketing efforts at the right potential
clients and to facilitate their exploration of the new
markets, it is important that we find out in this research
some common characteristics of users and those of
non-users of Search service. These characteristics can be
generally grouped into the following categories: (1)
characteristics of companies, and (2) characteristics of
the decision makers regarding the use of Search service.
Significant company characteristics are:-
1. the nature of the business,
2. the size of the company,
3. where the company is based in,
4. whether the company is listed in the stock market, and
5. the salary range of the vacancies.
Significant characteristics of the decision maker
are:-
1. decision maker's level in the hierarchy of power, and
2. where he/she received his/her education and training.
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As far as business nature is concerned, a certain
industry, say the financial sector, may use the service of
Executive Search more often than other industries because
they are particularly hard hit by the emigration wave. It
may be apparent that skilled executives required by that
industry are also in great demand in Canada and Australia
where most executives emigrated. On the other hand, it may
be the common practice of some particular industries to
use Executive Search service. If that is the case, there
may be strong pressure within the company to follow the
common practice of such industries.
The size of the company is another characteristics
that is worth looking into. The size of a company would
affect the establishment, workload, specialization and
capability of its personnel department. There is a general
feeling that a small size company may be more likely to
rely more on the service of Executive Search service for
senior level managerial or technical posts.
An international company may generally be more ready
to use Search service than a local company because of its
traditional practice in and directives from its overseas
headquarters. Likewise, listed companies may be more ready
to use this kind of service because there is less demand
for justification in using expensive recruitment money.
The costs incurred would be comparatively low within the
operating costs.
it is unlikely that a company would use the
Executive search service to fill a vacancy occuring at a
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low level in the hierarchy of power. The initial cost of
Executive Search service is usually too high to justify
low level positions. Therefore the salary range of
vacancies might have an effect on the use.
It is equally important that we understand the
characteristics of decision makers. Their personal
preference may be a deciding factor in the decision to use
or not to use Executive Search service. This element of
personal preference is usually linked to the decision
maker's background, education, training and past
experience in the recruitment of executives.
It is probable that a decision maker with overseas
education and training would be more ready to accept the
concept of headhunting service which originated in the
west.
If it could be deduced with accuracy whether the
chief executive or the head of personnel department is the
employment decision maker, then an Executive Search firm
could direct its marketing approach and materials at the
right persons to maximize results.
Factors that Contribute to the Decision
Besides the subjective preference of decision
makers, a company usually bases its decision regarding
whether to use or not to use the Search service on various
factors. It is assumed that companies would need to use
the Search service if confidentiality is a paramount
consideration. The movement of top level managers is
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considered highly sensitive information to a company. On
the other hand, there may be good reasons that a company
may not wish its executives to know that it is intending
to fill a top level vacancy from outside instead of by
internal promotion. Under this circumstance, the company
may not want its personnel department to handle such a
recruitment exercise.
At other times, urgency in filling a particular
vacancy may be a significant consideration in using
Executive Search service. It is envisaged that the experts
are better equipped to source the right candidate with
higher efficiency.
The expenses incurred in using Executive Search
service may be a significant consideration in small
companies. Such expenses may be more easily to justify in
large or listed companies.
Executive Consultants are believed to have the
up-to-date market knowledge that most companies lack. In
situation where there are difficulties in recruiting
specific category of staff, the use of specialized
consultants may be the only method of recruiting the most
suitable candidate to fill a top level technical position.
The publicity and high profile adopted by some
Search firms may attract some companies to use their
service. Some consultant firms may have other services,
and users of these services will be potential users of the
recruitment service. Recommendations by these customers
may also have some degree of influence on the decision
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whether to use or not to use Executive Search service.
Word of mouth can be a useful marketing approach.
Apart from finding out what factors would affect the
use of Executive Search service, this study would also
like to find out why a particular agency is chosen to do
the job.
Hypotheses
The following hypotheses are established to be
tested in our study:
1. International based companies are more favour to the
use of Executive Search Service.
The concept of search service was originated in the
west. Western business philosophies tend to accept
Executive Search service as having long term benefits
and is cost-effective. The western culture is also more
open-minded in the use of outside professional service
to solve internal organization problems- recruitment
is one of them.
2. Financial industry is the field that uses Executive
Service most.
Financial industry is one of the most rapid growing
industries in Hong Kong. The demand for experienced
personnel is greatest, and the salary range is also
relatively higher. In the financial field, time is
money. Therefore, the companies are willing to pay more
in order to get the right people in the shortest
possible time.
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3. Executive Search service is used for vacancies over
HK$300,000 per annum.
The high initial cost of Executive Search service is
unjustified for lower level positions where there are
more methods of recruitment, and less urgency.
4. Chief Executive is the one who decides to use Search
service.
Although Personnel Department is responsible for hiring
in a company, the Chief Executive is the one who
initiates the use of outside recruitment service.
5. The decision maker is educated or trained in western
countries.
With the same assumption as Hypothesis 1, western
business philosophies are more favourable towards the
use of professional services.
6. Confidentiality nature of the recruitment is a very
important reason behind the use of Executive Search
service.
In most industries, the movement of senior managers
from one company to another is a very sensitive issue.
The need to keep the company and individual in complete
confidentiality before the actual move takes place is
imperative, and Executive Search firm is trusted in
this respect.
7. The most significant factor in using Search service is
confidentiality.
8. The most significant factor in choosing a particular
Executive Search firm is good personal relationship
between the firm and the client.
9. The most significant factor in not using Executive
Search service is that the cost is too expensive to
justify.
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As stated in this chapter, it is hoped that the
identification of characteristics of companies and
characteristics of decision makers regarding the use of
Executive Search service will help newly formed Executive
Search firms to concentrate their efforts in the market
areas that count the most, so that there will not be any
wastage of efforts and resources. Briefly, the factors
that may affect the decision to use or not to use
Executive Search service are: confidentiality, degree of
urgency for filling a vacancy and costs. It is hoped that
newly formed Executive Search firms can adopt their
marketing strategies in accordance with the importance of
various factors affecting the decision whether to use or
not to use Executive Search service. Therefore, the above






At the very beginning of the study, literature
survey and a small'scale survey of major Executive Search
firms had been done to gather general information. The
purpose of the above-mentioned survey is to solicit
up-to-date information on major business areas served by
Executive Search firms in Hong Kong, and to understand the
marketing methods used. A sample of the questionaire is
shown in Appendix A. Literature survey on books,
periodicals and newspaper has revealed much valuable
information on the demand situation of Executive Search
Service, reasons for using the service, how Executive
Search firms operate, and new channels used by companies
and Executive Search firms to recruit executives.
Based on the above information, a preliminary
questionaire was prepared. As a pilot run, 30 such
questionaires were sent to companies in different business
areas. The returned completed questionaires were studied
carefully to detect any fault in its design. A final
questionaire was then produced. A sample of which is shown
in Appendix B.
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Altogether 500 questionaires were sent out to the
selected companies covering eight major business areas,
namely finance, manufacturing, computer and electronics,
textile and garments, import and export, property and
construction, retails, and public utilities. 157
questionaires were completed and returned. The return rate
was 31 percent. The returned questionaires were edited for
omissions and inaccuracies. 11 replies were discarded
after validation. There were a total of 146 useful
responses.
Design of Questionaire
Part 1 of the questionaire consisted of six
questions. They were directed towards the users of
Executive Search Service. They were designed to find out
when was the last time the company used the service, the
salary range of vacancies filled by the Executive Search
firm, reasons for using the Service, factors to be
considered in deciding to use the service of a particular
Search firm, and the most significant factor in
determining the use.
Part 2 consisted of two questions. They were
directed towards the non-users of Executive Search
Service. They were used to find out the reasons for not
using the Search Service and the most significant factor
that influences this choice.
Part 3 consisted of six questions to be filled by
all respondents. They were designed to find out the
special characteristics, such as business nature and size
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of company. Characteristics of the decision maker who
decides to use or not to use the Search service were also
identified.
Sampling Method
The judgmental convenient sampling method was
employed in this research study. In general, the sample
consisted of both international and local companies of
different sizes and trades. It was intended that they
should cover both the users and non-users of Executive
Search Service.
A total sample size of 500 covered companies of the
eight major business areas mentioned previously.
Two-thirds of the sample size of each business area would
be international or listed companies while the other
one-third would be local private companies. These 500
selected companies were requested to fill in the
questionaires sent to them.
Research Variables
Dependent variables
The objectives of the study, as stated in Chapter I,
are to identify characteristics of users and non-users, to
find out why companies use outside Executive Search
service, and also the reasons behind choosing a particular
Search firm. The point of focus will be placed on the
following aspects which form the dependent variables of
the study: (1) the use of Executive Search Service, and
(2) the choosing of a particular Search firm.
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Independent Variables
The independent variables which are related to the
hypotheses are as follows:-
1. The base of the company- whether the company is
international or local.
2. Nature of the business- the type of the business will
affect the use of outside Search service.
3. Salary range of vacancies- the cut off point is
HK$300,000 per annum.
4. The decision maker- the decision maker will be Chief
Executive instead of the Personnel Department.
5. Education background of the decision maker- whether
the decision maker is educated in western countries or
Hong Kong.
6. Confidentiality- the key factor in determining the
use.
7. Personal relationship between the firm and the client-
the key factor in choosing a particular firm.
8. Fees charged- the key factor in determining not to use
the Service.
The design of the 500 questionaires sent out was
aimed at identifying the characteristics of users and
non-users of Executive Search service, reasons for using
the Service, and the reasons for choosing a particular
Executive Search firm. The dependent and independent
variables are identified accordingly to facilitate





Three statistical testing methods were employed in
our study to test whether the hypotheses are supported,
and whether there are any significant differences among
the various factors, they were Chi Square, Pearson Chi
Square and Manova Tests.
Respondents' Profile
About one-third of the respondents came from the
financial sector whereas no respondent was from the
textile/garment sector. 44.5 percent of respondents came
from companies with 200 or below 200 employees while 55.5
percent of respondents came from larger companies with
over 200 employees. The number of respondents from
international companies and those from local companies are
approximately equal. About two-thirds of the respondents'
companies are listed either in Hong Kong or overseas. This














































Company Listed or Not
Number
Listed 98 67.1





Users of Executive Search Service
84 out of 146 respondents (57.5%) reported that they
had used Executive Search Service. This high percentage
could perhaps be explained by the reason that those
companies which have used Executive Search service may
show more interest in our survey and are more keen in
responding while the non-users of Executive Search service
may not be interested in the subject matter at all.
Among those who had used Executive Search Service,
73.8 percent of them used the service during last 12
months. This improves the reliability of the research
since the respondents would probably still have a fresh
memory about the service when answering the questionaires.
64.3 percent of those respondents who had used the
Executive Search Service aimed to fill vacancies with an
annual salary range of HK$300,000 to $500,000. Fewer
companies used the Executive Search Service to fill
vacancies with annual salary below this range. And only
about 1 percent used the service to fill vacancies with




Have used 84 57.5





Last Time Used (Among Users)
Number
Currently 24 28.6
Within last 12 months 38 45.2
16 19.1Within last 3 years










Annual Salary Range of Vacancies Filled
by Executive Search Service
Number
Below HK$300,000 29 34.5
HK$300,000- 400,000 40.534
HK$400,000- 500,000 20 23.8



















Finance Mfg Computer/ Import Retails Property/ Public Ut Others
Electronics Export Construction
BUSINESS SECTORS
Companies in financial sector, followed by companies
in property/construction sector used Executive Search
Service most. Companies in other sectors seemed to be less
inclined to use Executive Search Service.
The eight industries were further categorized into
five major sectors to test whether there were any
significant differences among industries. The five sectors
are finance, manufacturing, computer/electronics, property/
construction, and others. Results show that there were in
fact significant differences at a 90% confidence level.
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under 100 100-200 201-500 501-1000 above 1000
Number of Employees in the Company
The result showed a tendency that the larger the size
of the company, the higher the probability of it to use
Executive Search Service.
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Companies Listed in Stock Markets
As shown by the result, listed companies are more
inclined to use Executive Search Service when compared with
non-listed companies.
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Company identity, either international or local,
seemed to have marginal influence on the usage of Executive
Search Service.
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Decision Makers for the Use of
Executive Search Service
92 out of 146 respondents (63%) reported that the
Managing Director or Chief Executive made the decision
regarding the use of Executive Search service. 26 (17.8%)
of respondents indicated that decisions were made by the
Personnel Manager, while 17 (11.6%) said that the decision
was made jointly by both the top executive and manager of
personnel department. It seemed that the managing
directors or chief executives of companies were decision
makers, whereas personnel managers had less influence on
whether to use or not to use Executive Search service to
fill vacancies.
About half of the respondents reported that the
decision makers who decided to use Executive Search
service received their education in western countries and
only a few (4.1%) decision makers received their education
in other Asian countries which include China, Taiwan and
Macau. The rest were educated-or trained in Hong Kong.
From the results, we can see that decision makers
who received their education and training in either
western-countries or Hong Kong have similar pattern in the
usage of Executive Search Service. Decision makers who
received their education in Asian countries, other than
Hong Kong, appeared to be very much less inclined to use
Executive Search service. However, this sample may be too




Managing Director/Chief Executive 92 63.0
Manager of Personnel Department 26 17.8






































Place of Education/Training for the Decision Makers
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Attitudes Towards the Employment
of Executive Search Service
Those respondents who had used Executive Search
service indicated that they made use of the service
because the Executive Search firm had the market
knowledge, and they wanted to keep their recruitment
exercise confidential. (Both reasons obtained higher
means: 3.679 and 3.286 respectively, where 3 is the
midpoint)
Among the Executive Search service users, there was
a high degree of consent that it was cost effective to use
the service for recruitment. (A mean of 2.952)
The reason that personnel department is not well
established got a relatively lower mean (2.345) and higher
standard deviation (1.303). This implied that company
might still choose to use Executive Search service even
though they have well established personnel department.
Reasons for using Executive Search service
Mean Std. Dev.
Market knowledge of the firm 3.679 0.920
Confidentiality reason 3.286 1.238
2.952Cost effectiveness 1.108
Visibility of the service 2.869 0.954
Personal preference of the decision maker 2.667 1.226
Common practice in the industry 2.560 1.176
Personnel department not well established 2.345 1.303
*range between 1 to 5 where 1 stands for the lowest level
of agreement and 5 stands for the highest level of
agreement.
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The Most Significant Factor that Influence the
Decision in Using Executive Search Service
Number
Urgency to fill vacancies 24 28.6
Confidentiality nature 15 17.9
Decision made by chief executive 15 17.9
Market knowledge 9 10.7
Sourcing ability 5 5.9
Decision made by personnel department 4 4.7
Recommendation by others 2 2.4
Others 10 11.9
Total 84 100 .0'
When asked what was the most significant factor that
influenced the decision on employing Executive Search
service, most respondents quoted urgency to fill
vacancies. This implied that time factor is a very
important consideration in the decision to use Executive
Search service. In addition, confidentiality nature and
preference of the chief executive are also quite important
factors that influence the decision.
Reasons for Choosing a Particular Firm
Mean Std. Dev.
3.786 0.893Past experience with the firm
3.774 0.855The service provided by the firm
1.0713.714The specialization of the firm
3.655 0.814Image of the firm
Good personal relationship with member
3.452 0.999of the firm
1.0573.274The marketing approach of the firm
Current user of other services of the firm 2.667 1.196
1.0032.631Referral by other users of the firm
1.0402.381Lower fees charged by the firm
Respondents were very much in agreement that they
chose to use a particular firm because of past experience
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with the firm, the service provided by the firm, the image
of the firm, and the specialized knowledge possessed by
the firm. (As indicated by the high means) On the other
hand, the fees charged by the firm did not appear to be an
important factor in influencing the decision in choosing a
particular Executive Search firm.
Reasons for Not Using Executive Search Service
Std. Dev.Mean
1.1123.468Have a well established personnel dept.
0.7883.258Not cost effective
1.0313.048Have no confidence in the service
1.0712.968Personal preference of the decision maker
0.8492.968Common practice in the industry
0.9892.855Insufficient visibility of the service
1.1042.839Confidentiality reasons
Most respondents who had never used Executive Search
service reported that they had well established personnel
departments, it was not cost effective to fill vacancies
by this service and they had no confidence in this kind of
service, and so they chose not to use it.
When we compared the results in this part with those
in the previous parts, it seemed that respondents who have
never used Executive Search service and respondents who
have used the service have quite different attitudes
towards the idea of Executive Search. It could be
interpreted that a lack of understanding of the service
contributed to the non-use of the Executive Search
service.
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The Most Significant Factor that Influence the
decision in not using Executive Search Service
Number
No confidence in the service 18 29.0
Do not want to expose company's employment
information to outsiders 13 21.0
No such need 11 17.8
Too expensive to justify 8 12.9




No confidence in the service was quoted as the
most significant factor that influence the decision of not
using Executive Search service to fill vacancies. It
seemed that this group of respondents do not have a
favourable perception towards Executive Search Service.
Hypotheses Testing
Based on the above findings of this study, about
half of the hypotheses listed in Chapter II are supported:
Hl- International based companies are more favour to the
use of Executive Search service.-- Not supported.
Base of the companies had no influence in the use of
Executive Search service.
H2- Financial industry is the field that uses Executive
Search service most.-- Supported.
H3- Executive Search service is used for vacancies over
HK$300,000 per annum.-- Supported, but vacancies
with too high salary may not be filled by Executive
Search service.
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H4- Chief Executive is the one who decides to use Search
service.-- Supported.
H5- The decision maker is educated or trained in western
countries.-- Not supported. Training from western
countries and from Hong Kong have no significant
difference.
H6- Confidentiality nature of the recruitment is a very
important reason behind the use of Executive Search
service.-- Supported.
H7- The most significant factor in using Search service
confidentiality.-- Not supported. Urgency to fill
vacancy was considered the most significant factor.
H8- The most significant factor in choosing a particular
Executive Search firm is good personal relationship
between the firm and the client.-- Not supported.
The most significant factor should be past experience
with the firm.
H9- The most significant factor in not using Executive
Search service is that the cost is too expensive to
justify.-- Not supported. The most significant
factor in deciding not to use Search service is lack
of confidence in the service.
Summary of Findings
Results of the survey indicated that the financial
sector was the business sector that used Executive Search
service most, and that the managing director or chief
executive was often the decision maker who decided on the
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employment of Executive Search service. Findings also
revealed that the most important reasons for using the
service were of confidentiality nature of the recruitment
and the market knowledge possessed by the Executive Search
firms. People chose a particular firm mainly because of
past experience with that firm and satisfactory service
provided. The most significant factor that influenced
their decision in using outside service was due to urgency
to fill vacancies.
Based on the above major findings, some practical
recommendations will be made in the following chapter to





To summarize, findings of our study have highlighted
several interesting characteristics of users and non-users
of Executive Search Service. Some of which were expected
while the others were unexpected and enhanced our
understanding in the subject matter.
Finance is the business sector that uses Executive
Search service most, while property/construction industry
is second on the list. This finding confirms with the
result obtained through our preliminary survey among
Executive search firms, which was carried out at the very
beginning of the research. Financial industry is growing
rapidly in Hong Kong. However, there is a constant outflow
of skilled executives in this field to Australia and
Canada in recent years. Executive Search service is
therefore being widely accepted and used in this industry
to locate suitable candidates to fill up the empty spaces.
Most of the companies using Executive Search service
are listed in the local or overseas stock markets. The
reasons are probably that listed companies are usually
larger with more senior posts to be filled, and that they
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may find it easier to justify the higher recruitment
expenses than smaller, private companies.
The annual salary of vacancies filled by Executive
Search service is mostly in the range of HK$300,000 to
HK$500,000. This confirms with our earlier assumption made
in Chapter II that companies would only use Executive
Search Service fo fill vacancies of middle to senior
levels in the hierarchy of power because the initial costs
of using professional recruitment service are usually too
high to justify lower level positions. As for the very top
senior posts, they are probably filled by senior
executives from overseas headquarters or through internal
promotion or by the owners themselves.
It is also found that the managing director or chief
executive is often the decision maker who decides on the
employment of Executive Search service, and that most of
the decision makers received their education or training
in western countries or Hong Kong. Since the use of
professional Search service may incur a large amount of
expenses, the top level management would have more
influence in this aspect than the personnel department. On
the other hand, education in Hong Kong has exposed Hong
Kong students to western culture. It is therefore not
surprising that these Hong Kong trained decision makers
have similar attitudes towards using Executive Search
service with their western counterparts.
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Most of the users of Executive Search service
indicated that the most important reasons for using the
service was of confidentiality nature of business, and
that Executive Search firms have the market knowledge. The
most significant factor that influenced their decision in
using outside service was due to urgency to fill
vacancies. They chose a particular firm mainly because of
past experience with that firm and satisfactory services
provided. Meanwhile, it is interesting to learn that fees
charged was not regarded as a significant factor when
considering the use of Executive Search service.
Among the non-users, they decided not to use
Executive Search service mainly because they considered
their personnel department well established and therefore
need not employ outside service. Other reasons include
expensive costs and lack of confidence in the service,
with the latter reason also the most significant factor in
not using the service.
Recommendations
Based on the understanding of the specific
characteristics of both users and non-users, and the
reasons behind their choices, we can recommend the
followings to Executive Search firms to promote their
business.
Marketing Promotion
The firms should establish an image that they keep
all information related to the clients and candidates in
strict confidence. They must convey the message that they
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are trustworthy in this respect. More publicity on this
might be necessary to attract a wider customer base. On
the other hand, it will be beneficial to specialize in
certain fields to create an image that they have very good
market knowledge in those specific fields.
Service
Efficient service must be provided, that is to
locate the right candidates within a short period of time.
It is suggested that Executive Search firms should widen
their connections by various means, such as organizing
seminars and talks on interesting topics of different
trades to attract participants to become candidates. At
the same time, active research on job market would have to
be done to monitor the trend of demand, economic and
employment situations. Furthermore, it is suggested that
Executive Search firms should establish a computerized
database which is capable of processing high volume of
personal particulars and job requirements in order to
provide efficient matching service between the client and
the candidate.
Executive Search firms should also ensure that the
quality of their work is maintained at a high level for
each and every assignment. Personalized service is
recommended in order to provide better service.
Replacement of candidates should be guaranteed within a
certain period if the client is not happy with the
candidate sourced through them.
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Pricing
Fees charged is one of the factors in deciding not
to use Executive Search service. But once the company has
decided to use the service, fees are no longer a major
factor in choosing a particular firm. It is therefore
suggested that Executive Search firms could charge a
comparatively higher fees for high quality work.
Target Markets
Both local and overseas listed companies in finance
and property/construction sectors should be the primary
target markets of Executive Search firms. It is suggested
that the firms should approach the chief executives of
those companies to ensure best results.
Direct approach to clients' offices is an aggressive
way to secure business. Executive Search firms should also
approach companies which repeatedly advertised for the
same post. These companies would likely appreciate the
help of Executive Search consultants to fill that
particular post which has special requirements and/or
lacking in suitable applicants.
This research study has identified the
characteristics of users and non-users of Executive Search
service, and the reasons behind that choice. Based on
these findings, some practical recommendations were made
to Executive Search firms with a view to promote their
businesses. It is hoped that with the help of Executive
Search service, companies can locate suitable employees
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efficiently, to avoid any adverse effect in the operation
due to unfilled vacancies. At the same time, individuals
who return from overseas or local middle level managers
looking for career advancement can be placed with suitable
organizations. Should employees and employers fit each
other in harmony, the business of Hong Kong companies can
be further promoted which in turn would contribute towards
the economic well-being of Hong Kong and the stability of
the society.
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學 生 專 題 研 究 用 箋
Student ResearchProjects 12th November, 1987
Dear Sir,
We are the third year part-time MBA students of the Chinese University.
We are working on a business research project titled The Decision
Process in Using and Choosing Executive Search Service. Dr. Charles
F. Steilen is our research advisor. The project is a partial
fulfillment of the requirement for the MBA.
Some up-to-date information concerning the major areas served by
your company and channels of marketing communication used will be
useful to our research. We would appreciate if you would kindly
provide us the information by filling out-the attached questionnaire.
A self-addressed and stamped envelope is enclosed. Thank you.
Yours sincerely,




1. Please rank the major areas served by your company from 1 to 10:-
(Please accord number 10 to the business area that uses your
service most often.











2. Please rank the marketing communication channels most. often used
by your company from 1 to 10:-
(Please accord number 10 to the marketing communication channel
most. often used.)
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We are the final year part-time MBA students of the Chinese
University of Hong Kong. We are working on a business research
project titled The Decision Process in Using and Choosing
Executive Search Service. Dr. Charles F. Steilen is our
research advisor.
Your expert views and reasons behind your decision on
whether to use the Executive Search Service and how to choose
a particular agency will be useful to our research. We
would appreciate if you would kindly complete the attached








If you are interested in the findings of this survey, please fill
in the slip at the end of this questionnaire. When the result is
available, we would mail a copy to you.
Part 1. Please put a tick against the item of your choice.
1. Have you ever used the Executive Search Service?
Yes: Please answer questions in Part 1 and Part 3.
No. Please answer que-stioris' in Part 2 and Part 3.
2. When was the last time you used the service?
currently
within last 12 months
within last 3 years
more than 3 years ago.







4. Please mark 1( ) to indicate that you strongly disagree.
Please mark 2( ) to indicate that you disagree.
Please mark 3( ) to indicate that you are neutral.
Please mark 4( ) to indicate that you agree.
Please mark 5( ) to indicate that you strongly agree.
We chose to'use the Executive Search Service because:-
a. the fees charged by Executive Search Firms are cost
effective 1( ) 2( ) 3( ) 4( ) 5( )
b. our personnel department is not well established
1( ) 2( ) 3( ) 4( ) 5( )
it was the personal preference of the decision maker
1( ) 2( ) 3( ) 4( ) 5( )
d. of confidentiality reason. We like to remain anonymous.
1( ) 2( ) 3( ) 4( ) 5( )
e. it is common practice in this particular industry
1( ) 2( ) 3( ) 4( ) 5( )
f. it has the market knowledge
1( ) 2( ) 3( ) 4( ) 5( )
g. of the visibility of the service
1( ) 2( ) 3( ) 4( ) 5( )
h. others( please specify)
1( ) 2( ) 3( ) 4( ) 5( )
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5. Please mark 1( ) to indicate that you strongly disagree.
Please mark 2( ) to indicate that you disagree.
Please mark 3( ) to indicate that you are neutral.
Please mark 4( ) to indicate that you agree.
Please mark 5( ) to indicate that you strongly agree.
We chose a particular Executive Search Finn because of:-
a. the past experience we had with the firm
1( ) 2( ) 3( ) 4( ) 5( )
b. the image of the firm 1( ) 2( ) 3.( ) 4( ) 5( )
c. good personal relationship with members of the firm
1( ) 2( ) 3( ) 4( ) 5( )
d. lower fees charged by the firm
1( ) 2( ) 3( ) 4( ) 5( )
e. the service provided by the firm
1( ) 2( ) 3( ) 4( ) 5( )
f. the marketing approach of the firm
1( ) 2( ) 3( ) 4( ) 5( )
g. the specialization of the firm in a particular industry
1( ) 2( ) 3( ) 4( ) 5( )
h. referral by other users of the firm
1() 2() 3() 4() 5()
i. we are the current user of other services of the firm
1( ) 2( ) 3( ) 4( ) 5( )
j. others (please specify
1( ) 2( ) 3( ) 4( ) 5( )
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6. What is the most significant factor that influence your
decision in using outside Executive Search Service?
(Please tick only one answer)
urgency to fill vacancies
recommendation by others
decision made by our chief executive




Part 2. Please mark 1( ) to indicate that you strongly disagree.
Please mark 2( ) to indicate that you disagree.
Please mark 3( ) to indicate that yob are neutral.
Please mark 4( ) to indicate that you agree.
Please mark 5( ) to indicate that you strongly agree.
1. We chose not to use'Executive Search Service because:-
a. the fees charged are not cost effective
1( ) 2( ) 3( ) 4( ) 5( )
b. we have a well established personnel department
1( ) 2( ) 3( ) 4( ) 5( )
ce it was the personal preference of the decision maker
1( ) 2( ) 3( ) 4( ) 5( )
d. of confidentiality reason
1( ) 2( ) 3( ) 4( ) 5( )
e. it is common practice in this particular industry
1( ) 2( ) 3( ) 4( ) 5( )
f. we do not have confidence in the service
1( ) 2( ) 3( ) 4( ) 5( )
go of insufficient visibility of the service
1( ) 2( ) 3( ) 4( ) 5( )
h. others( please specify
1( ) 2( ) 3( ) 4( ) 5( )
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2. What. is the most significant factor that influence your
decision in not using outside Executive Search Service?
(Please tick/ only one answer)
no confidence in the service
too expensive to justify




Part 3. To be completed by all respondents.
Please put a tick y against the item of your choice.









Others (please specify) _










4. Is your company a listed company in Hong Kong?
Yes, we are a listed company.
No, we are not a listed company.
No, but we are listed overseas.
5. Who make the decision regarding the use of Executive Search
Service?
Managing director or chief executive
Manager of personnel department
Others (please specify





This is the end of the questionnaire. Please return the completed
questionnaire with the enclosed envelope. Thank you very much
for your support.
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